Job satisfaction is related to the match between an individual and the environment. This match gains special signifi cance in the fi eld of values. Behaviours of managers in a given organisation are the exemplifi cation of values but also indicate what is important in a given culture. Since the requirements of corporate culture cause some unifi cation of employees, it seems that for job satisfaction it will be important whether or not managers will ensure them individual treatment. Thus, the objective of the research conducted was to check what managers' behaviours are most closely related to job satisfaction.
satisfaction by defi ning it as "an emotional reaction of pleasure or distress experienced in relation to the performance of specifi c tasks, functions and roles". Thus, job satisfaction is defi ned by many authors as a positive emotional job-orientation (Blegen, Mueller, 1987 , Shultz, 2002 . It is also an expression of people satisfaction or dissatisfaction from their work (Spector, 1997) . Numerous authors defi ne it as some general emotional reaction of a person to the job performed.
It should be noted that in the research the cognitive aspect is being assessed, i.e. what a person thinks and how they assess in cognitive terms their job; on the basis thereof an emotional aspect is assessed. It should be also emphasized that the evaluations and feelings are due to different factors (cf. Organ, Near 1985) . According to Brief (1998) , job satisfaction means a personal state that is demonstrated by affectively and cognitively evaluating an encountered job with some extent of like or dislike. Therefore, the level of job satisfaction is determined by judgements of a person about their job and the related attitude (Zalewska, 2003a) . The author also differentiates between a cognitive aspect of job satisfaction (job satisfaction) and an emotional job evaluation (atmosphere in workplace environment) (Zalewska 1999a (Zalewska , 2001a (Zalewska , 2001b .
Both the psychologists and sociologists analysed employees' job satisfaction. Various studies show that the factors related to job satisfaction of employees include but are not limited to: wage and overall income (Clark, 1999, Jones and Sloane 2003) , social group and work environment (Giazoglu, Tansel, 2002) , professional group (Miller, 1990 , Meng, 1990 , Reanud, 2002 , effi ciency (Clegg, 1983) , relations with co-workers (Schulz, 2002) , relations with the superior (Springer, 2011) and recognition (Kozak, 2012) . Job satisfaction is also gender-related (Clark et al., 1996 , Clark, 1997 , Sloane, William, 2000 . It is also interesting that women's job satisfaction is much higher due to the fact that they have lower expectations as to the job. It is related to the concept proposed by Locke (1976) whereunder the difference between individual expectations and the level of their satisfaction is of greatest signifi cance for job satisfaction. Since they do not expect much, they highly value what they get at work. Many studies also show a material relationship between communication within the organisation and job satisfaction (Pincus, 1986; Wijai, Giri, Kumar, 2009; Schuler, 1979) . The authors highlight a vital role of honesty and openness in building job satisfaction (Wijai, Giri, Kumar, 2009) . Owing to open communication, employees feel engaged in joint decision taking and see the purpose in sharing their ideas with managers. This in turn makes them feel they take part in the organisation development, which allows for better and more satisfactory job performance. Among the studies concerning personality and temperament variables, one should also pay attention to analyses of the relationship between employee's self-confi dence, conviction about one's effi cacy, internal feeling of control and emotional stability, and job satisfaction (Jugde, Bono, 2001 ).
EMPLOYEE -ENVIRONMENT RELATIONSHIP VS. JOB SATISFACTION
Researchers are increasingly interested in the employee -environment relationship and the level of mutual match between these elements (cf. Kristof-Brown et al., 2005) . Since the environmental factors such as corporate culture have signifi cant impact on job satisfaction, one should think how employees learn the culture. There are several stages in this process (Zbiegie -Maci g, 2005) .
Spontaneity and thoughtlessness of actions is the fi rst one. When entering an organisation, people do not analyse what they encounter unless they observe something which is clearly contradictory to their values. They make simplifi cations and choose those aspects of culture that match their idea of the organisation. In consequence, they adapt quickly to a given environment and the values embedded therein, which constitutes a source of integration and confi dence ensuring job satisfaction. Thus, at this stage we have an employee with positive attitude both to oneself and to the world. Creating subcultures is the second stage. At different hierarchical levels there may be different systems of values. If every group (in particular managers and employees) develops differing rituals, it may turn out that communication is not only distorted but even impossible. That is why socialisation, i.e. adjusting people's personality to the company's personality is so important. If the newly employed person truly identifi es herself or himself with the company's values, it is much easier for such person to start work since the process of understanding and learning the effective rules will be faster and easier, which in turn impacts job satisfaction. By observing, people copy behaviours, learn to reach compromise, adjust their 'selves' to the organisation -the culture limits individuality by imposing a collective dimension of functioning. It is therefore important in the socialisation process that immediate superiors communicate the principles of cooperation, mutual requirements and reinforce positive and desired behaviours. The ability to cooperate in execution of set objectives is a determinant of proper socialisation. The third stage is an intensive process of building a community of employees. It starts already with the recruitment process where it is particularly important to acquire people with similar values (instead of those having specifi c skills only). It increases the probability that people will quickly adjust to the company, which will translate into fast execution of tasks, job satisfaction and in consequence, will contribute to maintenance of corporate culture. A strong, clear corporate culture has large impact on building job satisfaction -it increases the chances of a match between an individual and the organisation. We should remember that even though the feeling of belonging fosters effectiveness of functioning at work, a sense of identity or the possibility of taking care of oneself is also very important for an individual.
The theory by Hackman and Oldham (1976) describing key phenomena in building job satisfaction emphasizes the environmental factors in the organisation. The authors distinguished three psychological states of determining employee's internal motivation and job satisfaction -by calling them critical states they show that they are indispensable for the individual's job satisfaction. The fi rst one is experienced meaningfulness which means that an employee must perceive their work as important and meaningful (important in terms of an individual system of values). The second one concerns experienced responsibility for outcomes, that is a conviction that an employee by way of performed tasks and decisions taken is personally responsible for outcomes of their work. The third one is about knowledge of the actual results -an employee must know the outcomes of their work. Whether or not these states are addressed, depends to a large extent on attitudes and behaviours of managers in a given organisation as the ones responsible for communicating objectives (work meaning), their signifi cance (responsibility) and providing feedback (knowledge of outcomes).
MANAGER AS WORK ENVIRONMENT CREATOR
Managers are the main shapers of organisational environment and they indicate with their attitude and behaviours material values in a given work environment and model behaviours that are both desired and rewarded in such environment (cf. Kozak, 2007 , Kozak, Sobek, 2012 . Bearing in mind the model of Hackman and Oldham, one cannot disregard a major role of managers in building employees' satisfaction by setting tasks and communicating success criteria, appreciating, expressing recognition, informing about the work outcomes, making everyday work meaningful, showing trust and delegating tasks. A manager can have many roles, including being a representative, leader, connector, spokes-man, expert, negotiator and development stimulator. All these roles are expressed with specifi c behaviours resulting from the competences held by the manager. It should be emphasized that the competences consist of: knowledge, skills, personality traits, values and attitudes (Chirkowska-Smolak, 2008) . The majority of literature covers the topic of acquiring skills for effective people management.
Skills that a manager should possess include interpersonal ones. Blanchard (2013) when describing types of manager's power indicates the power of reference resulting from strong relationship with employees due to showing trust, friendship, providing support and understanding. Basic skills in this area concern: providing information, listening to one's subordinates and providing feedback. Positive feedback reinforces the potential in employees and helps to use it both for themselves and for the success of the organisation (Kozak, 2011) . Development of a well-functioning communication system facilitates effective information fl ow and thus prevents in the organisation the cases of oblique statements or vagueness which will contribute to effective functioning and execution of set goals. Another required skill is motivating (most often ordered soft skills training), that is integrating employees around objectives and tasks and building their engagement in work (Blanchard, 2013 , Ko usznik, 2011 . While executing tasks there are many challenges and problems -for this reason the skill of one's own knowledge and experience, i.e. drawing conclusions and applying the knowledge to the current situation and resolving confl icts, becomes indispensable (Drucker, 2012) .
Of course, the way we act in a given environment, i.e. the way we behave is the result not only of the skills held. It is demonstrated by the lack of effectiveness of training for managers -people acquire there specifi c skills but they do not apply them later in the organisation. The values that we fi nd important, and thus the convictions driving our life (our attitude) have much greater infl uence on our specifi c behaviour. The manager who is convinced that in order to motivate people it is necessary to build their self-esteem, will appreciate their individuality, ask about their ideas and show trust. The one who will assume that effectiveness is the most important at work and their role is limited to giving tasks and controlling goals' execution will not be using interpersonal skills since building relations with people is not a value for such a manager. Such manager will use formal power and will participate in soft skills training only out of obligation. For their behaviour to change, manager must be convinced that such behaviours are signifi cant for people; still, observation of the everyday corporate life shows that employees won't tell the manager about it as they think it is pointless. So how to change managers' attitudes as to the importance of their behaviours in building job satisfaction? Business-minded people are best convinced by fi gures, thus bearing in mind the aim of putting it into practice, the objective of the research conducted was to indicate what managers' behaviours are most closely related to job satisfaction.
RESEARCH TOPIC
Since managers are the main carriers of the message concerning fundamental values in the organisation, their behaviours should strongly impact job satisfaction.
The objective of the research conducted was to indicate manager's behaviours that are most closely related to job satisfaction, as perceived by employees. The research was strictly aimed at putting the information obtained into practice -it was assumed that it would be easier to talk during training courses about the necessity of revealing certain attitudes satisfying basic needs of: security, acceptance, recognition, respect and belonging. Hypothesis 1. Positive manager's behaviours related to appreciation have the strongest relationship with job satisfaction. Hypothesis 2. Feedback and formulating success criteria infl uence job satisfaction to a large extent.
Hypothesis 3. Negative manager's behaviours signifi cantly decrease job satisfaction.
RESEARCH METHODOLOGY
Job satisfaction was measured with the Job Satisfaction Scale (JSS) (Zalewska, 2003b) . It consists of fi ve statements and respondents decide to what extent each of the statements refers to their work. There is a seven-degree scale. The overall score shows the level of job satisfaction and it is calculated by summing up all the scores. The scores range from 7 to 35 -the higher the score, the higher job satisfaction level.
To assess the perception of managers' behaviours and their manners, the Questionnaire of Manager's Behaviours' Perception (QMBP) prepared for the purpose of this research was used. The questionnaire consists of 27 statements describing manager's behaviours. There is a fi ve-degree scale. The factor-based analysis allowed for distinguishing three factors -positive behaviours, negative behaviours and manager's honesty. The scale is highly reliable (Cronbach's alpha 0.86).
RESEARCH RESULTS
The research was conducted in two companies. Company 1 was managed by a woman, while Company 2 was managed by a man. The diagnosed organisations were similar in terms of their size, they operated in the same industry and the respondents' average length of service in the organisation was the same. In each company there were 50 people covered by the research (with similar gender and age distribution). The results presented in Table no . 1 indicate a relatively high level of job satisfaction. It should be noted that in general, majority of results in Company 2 had scores above 5 which in the Polish culture of complaining and of a relatively negative attitude towards job is a very good and positively surprising result. The differential analysis shows a much higher level of job satisfaction in organisation managed by a woman. In the organisation managed by a woman managers' behaviours are defi nitely more positively perceived and the scores are much above the average. In both groups negative behaviours of superiors were assessed low and no signifi cant differences were observed, thus we may conclude that managers' behaviours are positively perceived in both companies. Tables nos. 3 and 4 show that, as expected, manager's behaviours materially correlate with job satisfaction. These correlations indicate that the more the manager is perceived as the one who supports, shows confi dence, appreciates and is friendly, the bigger employees' job satisfaction and the more the employees perceive the job as the place where they achieve their goals and confi rm that it was a right decision to choose this particular organisation. The greatest strength and the biggest number of important correlations can be observed as regards statement S2, i.e. perception of job conditions. The better assessed manager's behaviours, the more respondents are prone to state that their job conditions are great. It confi rms the strength of the relationship between the perception of managers' behaviours and the perception of work environment that they create within the organisation. It should be noted that the relationships between positive behaviours and building satisfaction have much greater strength than the relationships between negative behaviours and job satisfaction lowering. It means that manager's behaviours have vital impact on building job satisfaction but they do not heavily impact satisfaction decrease (negative correlations in Table no . 4).
The data collected during the research confi rm major signifi cance of managers' behaviours in building job satisfaction since they are a basic source of feedback for employee as to their treatment in the organisation. They also confi rm the strength of a relationship with perception of the work environment itself, since the statement concerning the assessment of job conditions had the biggest number of important relationships with superiors' behaviours.
When it comes to the strength of the relationship with overall job satisfaction, the following behaviours had the highest scores: appreciation for the job done and appreciation of individuality, determination of success criteria, mental support, showing trust and providing positive feedback as well as emotions' control. All these behaviours belong to the group of behaviours building employee's self-esteem -they provide the sense of security and predictability of cooperation. The aspects concerning cooperation, delegating tasks, resolving confl icts or helping were also of signifi cance in building job satisfaction but the strength of relationships was lower than in the group of behaviours connected with building self-esteem and self-effi cacy of employees.
It turns out that negative behaviours of superiors do not translate so strongly into job satisfaction decrease, as it has been assumed. It may be due to the fact that in the diagnosed organisations, the overall assessment of superiors is very positive. It is possible that in work environment where negative behaviours are more common, that would translate into the job satisfaction decrease to a more signifi cant extent.
An interesting study deliverable is that in the company managed by a woman job satisfaction is materially higher and that managers' behaviours are signifi cantly better assessed. It may support the thesis that women are more willing to appreciate em-ployees and provide them with positive feedback due to greater sensitivity to interpersonal relations.
The research conducted confi rms the model by Hackman and Oldham and the three critical states signifi cantly impacting job satisfaction, as described by these authors, i.e.: perception of oneself and one's work as meaningful in the organisation, feeling of responsibility and feedback.
The outcomes are of much practical importance for implementing development measures in the area of reinforcing soft competences of managers and they wonderfully highlight the importance of treating employees as individuals in the process of building job satisfaction.
